Background: Motivation is a significant concern for workforce management in
motivators that can be utilized to preserve and increase the number of national nurses in the Saudi Arabia's nursing workforce. 1 Additionally, motivation is associated with many other important factors in healthcare management. 2 Factors linked to motivation can include satisfaction, performance, and turnover rate. High motivation and satisfaction level ultimately improve the degree of employee performance and productivity. Moreover, motivation can significantly decrease the tendency to turnover and improve the steadiness of organizational performance.
The purpose of this study was to assess the level of motivation, motivation sources, and association between a nurse's characteristics and motivation level. This study aimed to investigate the following questions:
I. What is the motivation level of nurses?
II. What is the most predominant source of motivation among nurses?
III. Is there an association between a nurse's characteristics (demographical, work condition) and motivation level?
| LITERATURE REVIEW
Motivation is a popular word that is commonly used in different psychology and management fields. Generally, motivation can be described as both internal and external factors that initiate, direct, and sustain our ability to accomplish various kinds of activities and tasks. Motivation can also be defined as a lack of interest in performing the task, feeling incompetent to perform or not believing that performing this task can accomplish the target goal. 3 Additionally, motivation can be defined as a power that stimulates us to do things in a specific manner. 4 Therefore, to motivate people effectively, the most appropriate kind of stimulators or motivators should be exercised. 4 Motivation can be differentiated into two basic categories according to the objectives behind actions: intrinsic versus extrinsic.
Intrinsic motivations occur when a person performs actions to obtain enjoyment, and extrinsic motivations occur when a person engages in actions to obtain some outcomes. 4 According to Ryan and Deci, 3 people who are intrinsically motivated like to engage in an action because the action itself creates a high level of satisfaction when performed. Thus, intrinsic motivation is associated with high levels of creativity and inspiration, and the high degree of curiosity and compassion to discover things during childhood can be a good example of the originality of intrinsic motivation in human beings. To obtain a high level of intrinsic motivation, two aspects should be optimized. The first is competency, and the second is autonomy. 3 In contrast, extrinsically motivated people like doing things to achieve separated goals and objectives. Moreover, extrinsic motivation can be categorized into four subtypes based on variation in the level of autonomy: (1) external regulation motivations, (2) introjected regulation motivation, (3) identification, and (4) integrated regulation motivation. 3 Motivation is important in management. In any organization, achieving a high level of productivity is the dream of all managers; staff performance plays a major role in improving productivity level.
Performance levels for motivated employees are higher than that for unmotivated ones and vice versa. Intrinsic and extrinsic motivations are positively related to nurses' job performance. 5 Therefore, applying a well-designed motivating strategy plays a significant role in enabling employees to use their skills, expertise, and knowledge effectively. 6 Additionally, enhancing employee motivation can help maximize employee skills, sincerity, punctuality, flexibility, and abrupt response to different tasks; as a result of an employee's highperformance level, the organization's overall productivity level is affected positively. 7 The impact of motivation on staff is not limited to performance, but it can produce many other benefits; motivation can decrease ethical problems, absenteeism, and stress. 8 Moreover, it can improve staff's physical and mental health and increase creativity and commitment to organizational goals and objectives. 7 Work motivation and job satisfaction are primary factors that contribute to the intention of turnover among workers in middle-income and lowincome countries. 9 Gardner et al 10 Based on the differences in motivational factors and sources in the nursing profession, as well as the differences in demographic situations, these factors and sources will change. Awareness of these differences and giving attention to them in terms of motivational patterns of organizations can help the managers increase employee motivation. Many studies addressed the issue of demographic characteristics as a major factor influencing motivation among nurses. 27, 28 Other studies had found no correlation with demographic characteristics as factors contributing to employee motivation. 29 In Saudi Arabia, the government gives extraordinary attention for healthcare services in terms of excellence and amount, and according to the WHO, the Saudi healthcare system ranked 26th out of 191 countries. 30 Despite this, the Saudi healthcare system still faces a large number of challenges. According to the study conducted by Nationally, Al-Sa'd 37 revealed that the society looks at nurses with some disrespect, so students are afraid of joining nursing even if they like it. In regard to Saudi females, some of them had to dismiss their study to get married because their husbands and their families do not accept nursing as a profession. 37 Some families do not like women to work nights and late or long hours. Some female Saudi school students had an interest in nursing; however, for many reasons related to the work environment, this interest was opposed by their families. 38 Similarly, high school students have low intentions of engaging in nursing as a future career. 39 In regard to Saudi males who choose nursing also face criticism from family and friends;
according to male nurses, their mothers refused to tell their friends that their sons are nurses. This opposition, caused by lack of public awareness about nursing as a profession, may be due to a number of factors: a lack of career counseling and advisory services at schools, inadequate publicizing in academic institutions, and poor media coverage of the nursing profession and nurses. 1 Accordingly, all previously mentioned challenges facing the nursing profession in Saudi Arabia clearly may affect motivation among nurses.
| MATERIALS AND METHODS

| Study design
To accomplish the purpose of this study, a descriptive crosssectional approach was selected to investigate motivation among ABU YAHYA ET AL.
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nurses in Saudi Arabia using the motivation sources inventory (MSI). 40 
| Setting
The research study was conducted at one of the largest and most advanced medical institutions in the Kingdom of Saudi Arabia (KSA), with a total capacity of 1200 beds. This particular medical facility, constructed at a cost of 2.3 billion Saudi Riyals, consists of four hospitals and four medical centers that treat more than 19 171 inpatients and over 238 404 out-patients yearly.
| Participants
The study participants are all nursing staff working under the umbrella of executive nursing administration. The sample was conveniently selected. After ensuring volunteer participation and obtaining consent, a self-administered questionnaire was distributed to most of the nurses working during the time of data collection. The size of the sample is significant in quantitative research, as a small sample size increases the risk of being excessively representative of small subgroups within, whereas a large sample size is considered a waste of time and effort. Therefore, the extent to which a sample mirrors the population it was taken from is called sample representativeness, and in quantitative research, this is an influential aspect in determining the satisfactoriness of a study. 41 Based on that, and to achieve a high degree of representativeness, the sample size was calculated using the sample size calculator Raosoft (Raosoft Inc ). 42 With a population size of 3000 nurses in the KSA, a margin of error of 5%, a confidential level of 95%, and a distribution response of 50%, the recommended sample size calculated was approximately 340 nurses.
| Instrument
A self-administered questionnaire was used to collect data for this study. The questionnaire consisted of two sections. The first section was demographic information: gender, age group, marital status, education degree, total work experience, work experience in the same hospital, and job role. The second section of the questionnaire was adopted from the MSI. 40 The MSI consists of 30 statements answered using a Likert-type scale as follows: 1 = strongly disagree, 2 = disagree, 
| Ethical consideration and data collection
Data were collected using the self-administered questionnaire, and ethical considerations from the Institutional Review Board (IRB) were obtained. To ensure the recommended sample size was obtained, 550
questionnaires were distributed to all units by the researcher. During the data collection procedure, the researcher maintained the following ethical principles. Participation in the study was voluntary; participants were informed about the study objectives; participants were also advised that filling out and submission of the questionnaire was considered consent. In addition, the characteristics of participants' identities will remain confidential, and each participant's anonymity will be assured by assigning each participant a code number. 
| Data analysis
| RESULTS
The results start with the demographic characteristics of the participant.
The response rate was 346 participants out of 550 (63%). The majority of nurses was female (83.8%), aged between 20 and 40 years (83%), whereas a small number of nurses were above 50 years (2%). With regard to marital status, just over two-thirds (68.2%) of the participants were married, 28% classified themselves as single, whereas less than 4%
were widowed or divorced. The demographic findings also showed that almost two-thirds of nurses currently hold a bachelor's degree (62.4%),
another three-tenths of the sample had a diploma degree (30.9%), whereas only 6.6% had a master's degree.
Additionally, the results showed that nearly three-fourths of nurses had a total work experience from 5 to 15 years (72.8%), whereas 12% had more than 15 years of work experience. In relation to current work experience, the vast majority of the samples, 92.5%, had worked at the hospital under study exclusively for 1 to 10 years, whereas only 7.5% had worked more than a decade at the same hospital. The last characteristic described is the job role of nurses.
The result showed that the majority worked in the clinical area as bed-side nurses, 78.9%, whereas one-fifth of the sample had an administrative or educational role (21.1%). The results showed that there was a significant difference in motivation mean between males and females (P = 0.034). Another significant relationship was between motivation mean and years of experience (P = 0.021). On the other hand, no significant relationship was found between motivation mean and other demographic data, including age, marital status, experience in the same hospital, job role, and educational degree (P > 0.05).
| DISCUSSION
According to the results, the majority of nurses involved in the study is female, and this agrees with previous studies indicating that the nursing profession in Saudi Arabia is a female-dominant profession. 43 Furthermore, the majority of nurses in this study is If an organization is accomplishing missions that I agree with, it does not matter whether I was responsible for its success.
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Mean goal internalization motivation 3.7 ±0.7
ABU YAHYA ET AL. To answer the second research question about predominant sources of motivation among nurses, the results show that internal self-concept motivation occupied the first rank with a mean of 4.1 ± 0.6 followed by instrumental and goal internalization with an equal mean of 3.7 ± 0.7, whereas self-concept external and intrinsic motivation was the lowest. The findings from this study are consistent with other findings that identify internal self-concept motivation as the most predominant source of motivation followed by goal internalization, then external self-concept motivation, and the least two sources are instrumental and intrinsic motivations. 43 Nurses motivated by internal self-concept motivation are selfdirected, and they like to engage in behaviors that lead to higher levels of ability, skill, and autonomy. 47 According to Tummers et al, 46 internal self-concept motivation can be predicted by decision authority and high environmental uncertainty that improve the positive impact on decision authority. Another study indicated that internal self-concept motivation exits when values, feeling of development, and competence are joined to performance. 46 The second most predominant motivation is instrumental motivation. Nurses motivated instrumentally believe that behavior should lead to a concrete result, such as reward, promotion, or increased salary. 40, 48 In line with previous studies, one of the most essential motivation sources is reward. Reward is defined as a suitable pay increase and promotion reflecting performance. identified as the main dimension of motivators. 51, 52 In addition, the 54 Their results showed that there is no significant difference in motivation level between men and women, which is similar to the Jooste and Hamanib (2017) study results. 48 The second considerable finding in the study indicates that there is a significant difference in the motivation mean among nurses with variant years of experience. This may be due to maturity, which comes with more experience, that is connected to differences in nurse's competencies, priorities, needs, and values, which have resulted in differences in their work motives.
In addition, there is no significant difference in the motivation mean in relation to age, marital status, educational degree, years of experience in the same hospital, and job role. In regard to the correlation between motivation and nationality, which is not assessed in this study, there is a finding in one study carried out in Saudi Arabia that shows that nationality has a significant effect on job satisfaction. 55 The results show that Saudis are highly satisfied with personal growth, salary package, and professional support as motivational factors compared with non-Saudis. This may be because Saudis are job comfortable and receive full support for monetary and nonmonetary levels from the healthcare sector and government.
| CONCLUSION AND RECOMMENDATION
Nurses are moderately motivated. Among various sources of motivations, internal self-concept motivation has the highest percentage, whereas intrinsic motivation has the lowest. However, all motivation sources should be taken into consideration. The results of this study will be of significance to employers, administrators, and health organizational leaders who construct decisions about how to motivate nurses effectively to act in accordance with directives that achieve organizational goals and objectives. The high percentage of internal self-concept motivation among nurses signified that nurses need more than an enjoyable work atmosphere, social acknowledgment, higher salary, and worthy reasons to give maximum effort. While these should be taken into consideration, more attention should be given to practices that improve a nurse's challenge, autonomy, internal value, and competency.
The recommended techniques that improve internal self-concept motivation include giving the sovereignty to structure and perform their jobs, allowing them to do tasks in their individual approach, giving them challengeable strange tasks that confront their abilities, respecting their skills and competencies, and employing those skills to complete tasks, as well as finding ways to expand their internal abilities. In addition, improving awareness about nursing and encouraging family support will raise the interest in nursing as a career and accordingly improve external self-motivation among nurses. Media has a major influence on the prevailing negative images of nursing. So, if television and local newspapers had a role in constructing the positive public image of nursing, this will also be considered a source of motivation. It is recommended that future studies include nationality as a demographic characteristic to assess differences in motivation level and sources between Saudi and non-Saudi nurses.
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